University of Nebraska - Lincoln

DigitalCommons@University of Nebraska - Lincoln
Library Philosophy and Practice (e-journal)

Libraries at University of Nebraska-Lincoln

2021

Human Resource Capacity of the Public Library Employees with
Special Reference to the Eastern Province, Sri Lanka
Lavanya Jegatheesparan
Eastern University, Sri Lanka, l.lavanya08@yahoo.com

G.D.M.N. Samaradiwakara
University of Sri Jayewardenepura, mnsamara@sjp.ac.lk

Follow this and additional works at: https://digitalcommons.unl.edu/libphilprac
Part of the Library and Information Science Commons

Jegatheesparan, Lavanya and G.D.M.N. Samaradiwakara, "Human Resource Capacity of the Public Library
Employees with Special Reference to the Eastern Province, Sri Lanka" (2021). Library Philosophy and
Practice (e-journal). 6151.
https://digitalcommons.unl.edu/libphilprac/6151

Human resource capacity of the public library employees with special
reference to the Eastern Province, Sri Lanka
J.Lavanya1, G.D.M.N. Samaradiwakara2
1
Eastern University, Sri Lanka
2
University of Sri Jayewardenepura

Abstract
Highly qualified and sufficient numbers of human resource are an essential element for public
libraries to successfully continue services towards the nation. Therefore, this study examines the
demographic profiles, skills and training needs of public library human resources in the Eastern
Province of Sri Lanka. A survey strategy was adopted using a self-administrated questionnaire
distributed among all the staff members of the public libraries in the Eastern Province, Sri Lanka.
Descriptive statistics were performed to achieve the objectives. The findings indicated that there
were 48 Librarians, 255 Library Assistants and 121 other staff categories working in public
libraries in the Eastern Province. It was noted that a substantial percentage of staff members
(95.3%) had G.C.E Ordinary and Advanced level qualifications. Around 60.3% of the staff was
professionally qualified in Library & Information Sciences. The findings revealed that the
employees required to improve skills in information technology (M = 2.41), communication (M
= 2.74), and bringing innovations (M = 2.88). Further, the chi-square test confirmed that there
was a statistically significant association (p<0.05) between skill level and qualifications. The
highest percentage of Librarians preferred to have training on Library Automation. However, the
majority of the Library Assistants preferred to have training in basic computer skills. The study
recommends that the authorities should take immediate actions to fill the available cadres with
qualified persons, develop blended training sessions to facilitate frequent training to develop
competencies of the employees.
Keywords: Human Resource Capacity, Skills, Training, Public library, Eastern Province
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Introduction
Human resources are the most vital component in any public library. It is an essential element in
the process of delivering effective and efficient services to the society. Mbofung (2015) stated
that developing human resource is an essential process for goal achievement in libraries as they
are considered as vital assets. In order to provide better services, it is essential to have well
trained and highly motivated staff to make effective use of the resources of the library and to
meet the demands of the community (Gill, 2001). Moreover, the talent, work, creativity and
effort of the human resources can carry the organization to success or failure. Gamage et al.
(2019) created a profile of public library leaders in Sri Lanka. Accordingly, it was recognized
that the country has a group of library leaders mostly in their early 40s, moderately educated, and
ready for further advancement with proper guidance and policy implementation. Further, it was
recommended that it is essential to know demographics of these leaders for higher order decision
making and policy formulation.

Therefore, identification of demographics is important

parameters in the present study. By reviewing literature, an idea was emerged to create a staff
profile of public library employees in the Eastern Province as there were no initiatives have been
stepped forward so far to identify at least the staff profile and present status of staff members in
the Eastern part of Sri Lanka. It would be helpful to identify the staff dynamic as the public
literacy has been centered at public libraries.
Further, skill is an ability or proficiency in execution or performance, which is required for a
person to plan and execute an action designed to achieve some goals or accomplish a particular
task. In order to cope up with the ever-changing Library and Information Science profession, the
library professional should be skilled professionals (Mazumdar, 2007). Mbofung (2015) stated
that many professionals may lack the appropriate multi-skills that would enhance exploring new
approaches and breaking out of traditional ways of operation in different library settings.
Moreover, in a highly computerized and networked environment, the core competencies needed
by library staff were “soft skills” such as communication, interpersonal skills and leadership
(Chan, 2006). Therefore, library professional should be more acquainted with all skills. It is
worth mentioning that skill identification is very important in organizing user education
programmes and improves employee performance.
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It is apparent that training is an integral part of the public libraries to achieve its objectives. To
library staff, training advocates acquisition of knowledge, skills, and competencies from the
teaching of vocational practical skills and knowledge that related to their specific library jobs and
responsibilities (Ajidahun, 2007). However, the need of the trainings should be properly
identified. In the present global context, it is essential to equip the staff with skills and
knowledge to cope with the high technological advancement for the survival and growth of the
public libraries. Therefore, well-planned training programs lead libraries effectively towards
their objectives. Moreover, it is worth mentioning that only well trained library professionals can
deliver better services to the user community (Singh & Wijetunge, 2006). Further, Olaniyan and
Ojo (2008) stressed that staff training and development made a significant contribution to the
overall effectiveness of an organization. Besides, Wijetunge (2000) pointed out that there were
numerous shortcomings in the public library system such as lack of funding, inadequate training
opportunities which had affected the skills of the public library staff. Further, the author
mentioned that information technology is still alien to most of the public libraries and attitudes of
the authorities are negative towards the public library service. Therefore, skill identification of
staff members and future preference for their training needs are still essential before designing
user education programmes.
Research Problem
In this digital era, the public library system is expected more improvement. According to the
literature reviewed, to enhance the services of public libraries in Sri Lanka, it is first needed to
improve the human resource of public libraries as they are considered the most vital assets. The
libraries should have a sufficient number of qualified and skilled employees. However, the
deficiency of qualified and skilled human resources will affect the smooth functioning of the
service. Recent studies in Sri Lankan public libraries have extended concerns on the grave
problem of the non-availability of qualified and skilled professionals. If the staff is not
competent to professionally manage or serve in a library, no assurance that such employees
would provide the intended services to the general public. Further, there are few studies
conducted on public libraries within the Eastern Province of Sri Lanka. However, the studies
earlier conducted have hardly paid attention to public library services and digitization. Moreover,
it was noted that demographic profile, skills and training needs of human resource of public
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libraries in Eastern province, had not been researched in detail by previous researchers.
Therefore, this research is needed to fill the gap in the empirical studies regarding human
resources. Hence, this study would be of significant.
Objectives of the study
The main objective of the study is to examine the human resource capacity of the public library
employees in the Eastern Province of Sri Lanka.
The specific objectives of the study are;
1. To study the demographic profile of the human resource of public libraries in the Eastern
Province.
2. To determine the skills of public library professional and non-professional staff in the
Eastern Province.
3. To find out the training needs of professional and nonprofessional staff

Literature Review
This section reviews local and international literature in terms of human resource capital of
public libraries. Further, these are useful to justify the value of current research and identify the
gap in previous researches.
Pacheco and Escamilla (2015) conducted an exploratory inquiry to study the human resource in
Mexican public libraries. The researcher studied the characteristics of personnel working in
selected public libraries, human resource preparation, labor conditions, abilities and activities
exist in selected public libraries. The researchers indicated that most public librarians had
educational achievement that fell between secondary and high school, at 31% and 34%,
respectively. Nearly half of all library employees of public libraries were relatively new in their
positions. It would seem that longer experience correlates with higher positions. Likewise,
similar study was interested to find out the situation in the public library environment in the
Eastern province of Sri Lanka. Therefore, the present study would be of significant as dearth of
studies regarding educational & professional qualification, experience and designation of the
public library employees in the Eastern Province, Sri Lanka. Muller (2002) identified two
working groups in a library according to the age structure of staff, the older employees and the
4

young staff. It had been proposed that the Human Resource Management (HRM) could be used
as a bridge between the older and younger employees in order to minimize generation gap in the
sense of sharing experiences, cooperation, mutual understanding, change management and the
other requirements of the library. Therefore, the identification of the age groups of the employees
is important to develop the library services.
Similarly, Gamage et al. (2019) conducted a study on demographic profile of public library
leaders in Sri Lanka. In their study, they pointed out that any public library had an administrator
who should report to the mother organization. Those heads/administrators could have been
formerly appointed (Chief Librarians and Acting Librarians) or informally selected. However,
present study was attempted to identify not only the demographic profile of Librarians but also
the Library Assistants and other staff categories. This would aid to identify the grey areas in
previous literature on public library staff members. It was noted in the IFLA/UNESCO Public
Library Manefesto (1994) that the Librarian is considered as an active intermediary between
users and resources. Therefore, libraries must be staffed by properly trained personnel in order to
ensure the efficient use and management of all media to the benefit of the library and the
community it serves (Pacheco & Escamilla, 2015). It clearly stated that the head of library or
Librarian should have adequate knowledge and qualification in order to render maximum
services. Several studies conducted in UK, USA Canada and Australia have pointed out the
decreasing supply of qualified professionals and identified several causes including aging of the
library profession leading to an increasing number of retirements, the flat number of Masters of
Library and Information Science (MLIS) graduates, increased competition from other career
sectors, less than competitive salaries; and a lingering negative image of the profession (Davis,
2005). A few studies had expressed the danger of low profile of public library leaders in Sri
Lanka in terms of education and recruitment (Wanasinghe, 2018; Wijetunge, 2000). Therefore, it
is beneficial to recognize the demographic profile of library administrators and other staff
members based on the above factors to support policy making and planning for the public library
sector. Further, educational and professional qualification of library personnel needs to be
investigated as it is very crucial to compete in the current world of work. Even though, some
researchers conducted studies in particular districts in the Eastern province, they have not been
covered the prevailing situation in the whole province. Therefore, the study on demographic
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profile would replenish the gap in the previous research among public library professional and
non-professional staff in the Eastern Province, Sri Lanka.
According to the IFLA/UNESCO Manifesto on public libraries published in 1994, public library
staff required a range of skills and qualities such as interpersonal skills, the ability to
communicate positively with people, the ability to understand the needs of customers, the ability
to cooperate with individuals and groups in the community, knowledge and understanding of
cultural diversity, knowledge of the material that forms the library’s collection and how to access
it, an understanding of and sympathy with the principles of public service, the ability to work
with others in providing an effective library service, organizational skills with the flexibility to
identify and implement changes, teamwork and leadership skills, imagination, vision and
openness to new ideas and practice, readiness to change methods of working to meet new
situations, knowledge of Information and Communications Technology. Similarly, Chan (2006)
in his survey using 59 public libraries in Canada identified that the above mentioned skills had
been considered as core competencies of managing staff of public libraries. Further, the
researcher found that only a few public libraries used these competencies and showed the
applicability of using a competency based performance management system. Therefore,
identification of skills of public library personnel would help to implement a competency basedperformance management system in Sri Lankan public libraries too. However, an appropriate
mix of flexible staff systems consisting of competent experienced Librarians, recruiting new
Librarians with adequate background knowledge and professional competencies and skills for
the 21st century will place the library in an enhanced position to respond to future challenges.
Kolle and Parameshwar (2014) elaborated the soft skills and competencies required for the
library professional to increase visibility and effectiveness of the libraries in the 21st century
such as self-evaluation of service, attraction of users towards library, ready to embrace change,
learn and use of new technologies, communication skills etc. Ravikumar (2019) explored the
current status of the public libraries in the Batticaloa District with respect to their information
services, human resources and physical resources. They stated that gaps in expertise and
personnel strength were major challenges of public libraries in Batticaloa District. Furthermore,
there was dearth of literature on skills of public library employees in the Eastern Province and
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only international studies focused on determining skills of public library professional and nonprofessional employees.
Ramadevi (2017) indicated that it was essential to conduct comprehensive library employee
orientation and employee training programs including needs assessment, curriculum design and
evaluation. Further, the researcher has stated that the training was given for the personnel such as
on-the job and off-the job training to train the employees to perform well in their job to achieve
the organizational objective. Shanmugathasan and Ramanan (2015) have conducted a survey to
identify a specific problem which is to what extent the outcomes of the training programs lead to
achieve the objectives of the public libraries in Northern Province in Sri Lanka. This study
focused on the relationship between the training programmes and its outcomes i.e. public
library’s development, self-development, and performance improvement. The correlation
explained positive and moderate relationships between training programme and the
organizational development, self- development and performance improvement, which lead to the
achievement of public library’s objectives. Hence, the statistical result of their study concluded
that training program enhanced the organizational development, self-development and
performance improvement. Therefore, identify the perceived training needs and frequency of
attending training still needs to be investigated.

Research design and methods of the study
The study is likely to be a quantitative in nature. Therefore, the survey research strategy was
adopted for the study as this strategy is generally used when the population is large and it allows
the researcher to gather huge portion of data to answer the research questions(Saunders et al.,
2019). It was a cross-sectional study as the data was collected once, over a short period of time.
Self-administered questionnaires were distributed among all the professional and nonprofessional staff members of the public libraries in the Eastern Province, Sri Lanka. Of the 424
employees invited, 340 responded, which yielded a response rate of 80.19%. The Cronbach’s
alpha value was 0.74 and it confirmed that the tool is reliable for data collection.
Study instrument addressed the demographic profile of the employees such as gender, age,
education, job-status, designation, experience and salary, skills of the employees and training
7

needs of the employees. The different types of skills of public library professional and nonprofessional staff were collected from previous literature and most relevant skills which needed
for public library staff in Sri Lanka were included in the data collection tool namely
communication with others, effectively attending to the needs of users, cooperation and work
with the rest of the personnel, knowledge of the library collection, bringing new ideas for the
library, use of information technologies.
Descriptive statistics were used to analyze the demographic profile, and training needs of the
respondents. The skills were determined by computing mean values. Skills level was measured
and chi-square test was performed to confirm the statistical significance of the relationships
among the skill levels and demographic variables. All significant tests were performed at 95%
significant level. The data was analyzed using SPSS software version 24.

Results and discussion
Demographic profiles
Distribution of the sample as Gender and Age
The findings from descriptive statistics associated with respondents’ gender indicated that the
majority of public library staff was females (72.1%), whereas 27.9% were male respondents as
per the Table 1. It showed that the public library employees in the Eastern Province were
dominated by females, and they played a significant role in delivering information services to the
entire public library user community in the Eastern Province.
As shown in the Table 1, a substantial number of respondents belonged to age category of 36-40,
which is 20%. Moreover, employees above 51 years comprised about 16.8%. It was interesting
to observe that employees were more or less evenly distributed among all age categories except
in age category below 25. Concerning the data gathered, we can assert that age category below
25 is a minority.
Table 1. Distribution of the sample as Gender and Age
Gender and Age

Frequency
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Percentage (%)

Gender

Male
Female
Total

95
245
340

27.9
72.1
100.0

Age

Below 25
26-30
31-35
36-40
41-45
46-50
above 51
Total

5
54
46
68
57
53
57
340

1.5
15.9
13.5
20.0
16.8
15.6
16.8
100.0

Distribution of the sample as designation and experience
Among the staff involved in the study, there were 43 (12.7%) Librarians, 224 (65.8%) Library
Assistants and 73 (21.5%) other categories of staff working in public libraries in the Eastern
Province illustrated in Table 2. As per the cadre details on public library librarians, there were
18 and 20 appointed librarians in Batticaloa and Ampara districts, respectively whereas, 10
librarians in Trincomalee District (Cadre Details of Librarians, Local authorities, July -2019). It was
surprisingly noted that all qualified librarians in Batticaloa District were responded in the present
study, however; responses from all appointed librarians from Ampara, and Trincomalle districts
were not fully recorded.
It provided evidence that few percentages of graded public libraries in the Eastern Province were
headed by qualified librarians (Batticaloa-25.35%, Ampara-35.71%, Trincomalle-25%).
Simultaneously, other graded libraries were managed by a person without professional
competencies in the field of librarianship. Similar findings were revealed by the previous
researches in Sri Lankan public libraries in other provinces. Gamage et al. (2019) revealed that
51.3% of public libraries in Sri Lanka have no appointed librarians. More than 31% of persons
administering libraries did not hold any professional education. As such Wanasinghe (2018)
mentioned that fifty percent (50%) of public libraries in Anurdhapura District were managed by
Library Assistants. Nineteen percent (19%) libraries were managed by labourers indicating that
they did not have subject knowledge and administration powers, especially under local
government authorities. Obviously, if the staff is not competent to professionally manage a public
library, no assurance that such libraries would provide the intended services to the general public.
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Drawn from the findings, it is evinced that majority of public libraries in Sri Lanka is not
administered by qualified librarians. If the situation prevails in future, there will be no doubt that
public libraries in Sri Lanka will be subjected to a threatening situation for proper functioning.

Therefore, it is essential that the library policy makers and relevant administers should handle
this situation in a fruitful way.
Besides, the finding indicated that little numbers of supra grade librarians in public libraries in
the Eastern Province which is around 0.6%. It seemed that the promotion of librarians is
stagnated to a certain level. Therefore, promotional circulars should be revised to promote more
Grade 1 librarians to supra grade. In addition, lacks in the promotional avenues should be
explored, and the issues in the promotional opportunities should be addressed for the beneficial
of the staff.
Regarding the respondents’ work experience, the highest percentage (35.6%) of the respondents
reported that they had 6-10 years of experience on the job, whereas 25.2% of them had more
than 16 years of experience. Also, nearly one-fourth of employees were relatively new in their
positions, as shown in Table 2 below.
Table 2. Distribution of the sample as designation and experience
Designation and
Experience
Designation

Experience

Frequency

Percentage (%)

Librarian (Supra)
Librarian (Gr 1)
Librarian Gr 11
Librarian Gr 111
Library Assistant
Other
Total

2
1
18
22
224
73
340

.6
.3
5.3
6.5
65.8
21.5
100.0

Below 1 year
1-5 Yr
6-10 Yr
11-15 Yr
16 Yr and above
Total

6
88
121
39
86
340

1.8
25.9
35.6
11.5
25.2
100.0
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Distribution of the sample as Qualifications
Concerning the education of the respondents indicated by Table 3, the highest percentage of the
public library employees had an educational achievement that falls between ordinary level and
advanced level, at 37.4% and 57.9%, respectively. Besides, it can be seen, respondents holding a
Bachelor’s Degree comprised only 4.1%, and those holding a postgraduate degree comprised
0.6%. Gamage et al. (2019) in their study on a demographic profile of public library leaders in
Sri Lanka determined that the country has a group of library leaders who are moderately
educated. Their results also in line with the findings of the present study since the majority of the
staff have ordinary and advanced level qualifications. The findings give evidence that public
library employee’s educational level needs to be improved.
Among the total staff responded, a substantial percentage (60.3%) of these were professionally
qualified in Library and Information Sciences. However, 39.7% did not possess any professional
qualifications since their designation is not related to librarian or library assistant positions. With
regard to the professional qualification in Library and Information Sciences as shown in Table 3,
the numbers of public library staff who completed the certificate level in Higher Diploma in
Library and Information Sciences (33.4%), far exceeded the numbers of those who had
completed Level II (6.3%) and Level III (9.9%). As per the findings of the study, the staff should
be motivated to enhance their skills and knowledge by enrolling to higher degrees in Library and
Information Sciences. Further, the knowledge and skills of the staff those who have completed
the Higher Diploma in Library and Information Sciences level III will be highly utilized to the
provision of the quality services to the library customers. It is worth mentioning that once the
staff members completed the Higher Diploma in Library and Information Sciences level III, they
will have the opportunity to receive non-corporate membership in the Sri Lanka Library
Association which is the professional body representing entire library professionals in Sri Lanka.
Table 3. Distribution of the sample as Qualifications
Qualifications

Frequency
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Percentage (%)

Educational
qualification

O/L and below
A/L
Bachelor degree
PG Diploma
Total

127
197
14
2
340

37.4
57.9
4.1
.6
100.0

Professional
qualification

Certificate
Dip L I
Dip L II
Dip L III
Not applicable
Total

112
36
21
33
133
335

33.4
10.7
6.3
9.9
39.7
100.0

Total numbers of employees in the Eastern Province were identified throughout the research, and
reliable sources such as Community Development Officers (CDO) and Public Librarians.
According to the data on the total population as indicated in Table 4, it was confirmed that there
were 48 Librarians, 255 Library Assistants and 121 other staff category working in public
libraries in the Eastern Province. It was noted that the highest number of staff were attached to
the public libraries in Batticaloa District when compared to other districts. Further, according to
cadre details of local authorities in 2019, it was suggested there are 12 vacant for Librarians in
Ampara District, whereas 13 and 22 Librarian vacancies available at Batticaloa and Trincomalee
districts, respectively. It is worth mentioning that if anyone interested in researching in public
libraries and public library employees, they can use the present findings in their early stages,
such as sample size calculation and questionnaire distribution.
Table 4. Total staff population of Public libraries, the Eastern Province of Sri
Lanka
District

Total libraries in

Librarians

the province

Library

Other staff

Assistants

categories

Ampara

55

20

71

39

Batticaloa

71

18

138

28

Trincomalee

40

10

46

54

Total

166

48

255

121
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Skills of public library professionals and non-professional staff members
One of the measures to ensure an organisation's sustainability is employing enough qualified
staff in the right place at the right time. The deficiency of skills of the staff will directly affect the
competence of the institution’s capacity to provide a better service. Therefore, it is essential to
determine the skills of public library professional and non-professional staff members.
Table 5. Descriptive statistics for skills based on
designation
Library assistants and another
Skills

Librarians

category
Std.

Std.

N

Mean

Deviation

N

Mean

Deviation

Positive communication

43

2.63

1.070

297

2.75

1.032

Effectively attend others

43

3.44

.666

297

3.38

.604

Work corporation

43

3.23

.684

297

3.41

.558

Knowledge of library

43

3.33

.606

297

2.99

.700

Bringing new ideas

43

3.16

.615

297

2.84

.782

Use of IT

43

2.91

.947

295

2.34

.947

needs

collection

Results revealed that librarians lacked positive communication skills (Mean= 2.63) and the use
of Information Technology (Mean= 2.91) as illustrated in Table 5. Similarly, Library Assistants
and other category staff lacked positive communication, knowledge of library collection,
bringing new ideas and use of IT as per the mean values. Therefore, the findings evinced that the
management of public libraries should step forward to enhance communication skills and IT
skills as these skills are highly required in this information age.
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Relationships of skill levels with demographic information
Overall mean values were calculated to measure the skill levels of staff members. The skill level
was measured by combining 6 skills such as positive communication with others, effectively
attending to users' needs, cooperation and work with the rest of the personnel, knowledge of the
library collection, bringing new ideas for the library, and using information technologies.
According to the Table 6 below, 100% of the staff with postgraduate diploma had an excellent
skill level. Around 30.7% of the employees having an ordinary level and below ordinary level
qualification marked their skill level at a poor level. However, only 14.3% and 15.2% having a
Bachelor degree and Advanced Level had poor skills levels. The highest percentage (32.3%) of
personnel without professional qualification marked their skill level at a poor level. 72.7% and
27.3% of staff with good and excellent skill level had completed professional qualification on
diploma level 3. It was interesting to note that when the qualification level increased, skill level
also be increased.
Table 6. Relationships of skill levels with demographic information
Skill level

Poor (%)

Good (%)

Excellent (%)

Educational Qualification
1

Ordinary Level and below

30.7

55.1

14.2

2

Advanced Level

15.2

71.1

13.7

3

Bachelor degree

14.3

64.3

21.4

4

Postgraduate diploma

0

0

100

Professional Qualification
1

Certificate

14.2

67.9

17.9

2

Dip L 1

13.9

72.2

13.9

3

Dip L 2

14.3

61.9

23.8

4

Dip L 3

0

72.7

27.3

5

Not applicable

32.3

59.4

8.3

Further, chi-square test was performed between skill level and demographic variables to
statistically confirm the relationship. The chi-square test revealed that there was a statistically
significant association (p<0.05) between skill level and educational qualifications [χ2 (6, N =
340) = 24.426, p < .001]. Similarly, professional qualifications [χ2 (8, N = 335) = 30.057, p <
14

.001] had a statistically significant association with skill levels. It is important to stress that
qualification is positively linked with competencies.

Future preference for training needs
The highest percentage of Librarians preferred to have training on Library Automation (81.4%)
when compared to other categories. Around 41.9% of librarians were interested in attending
training on cataloguing library materials and classification of library materials indicated in Table
7. Nevertheless, the majority of the Library Assistants preferred to have training in basic
computer skills. Therefore, it is essential to organize training on relevant topics to address the
needs of staff. Training sessions should be formulated according to the needs of every staff
category. Shanmugathasan and Ramanan (2015) conducted a study to examine the extent to
which the outcomes of the training programmes lead achieving the objectives of the public
libraries in the Northern Province. The statistical result of the study concluded that training
programme enhanced the organizational development, self-development and performance
improvement. Hence, it is stressed that authorities have to take initiatives to organize user
education programmes in a regular basis which would improve their skills and promote selfdevelopment.
Table 7. Future preference of training needs based on designation
Librarians

Library assistants and
other category

Training needs

Yes

Yes

Number (percentage)

Number (percentage)

Library Automation

35 (81.4)

177(59.6)

Cataloguing of library materials

18(41.9)

185(62.3)

Classification of library materials

18(41.9)

194(65.3)

Indexing of library materials

24(55.8)

182(61.3)

Basic computer skills/IT skills

25(58.1)

240(80.8)

Library Management

24(55.8)

190(64)
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Attending for trainings by the library staff members
Further, Table 8 presented the frequency distribution of trainings attended by library staff
members. It showed that respectively 4.7% and 29% of Librarians and Library Assistants,
including other staff members, never attend training for the last two years. Therefore, frequent
training is necessary for the knowledge enhancement of employees and achievement of
organizational goals. Similarly Olaniyan & Ojo (2008) in their study mentioned that training and
development are required for staff to enable them work towards expected destination.
Organizations are therefore encouraged to train and develop their staff to the fullest advantage in
order to enhance their effectiveness. Development of blended training models is highly
beneficial during the adverse situations. Pacheco & Escamilla (2015) also stated that
development of innovative teaching-learning tools to aid ongoing training and development of
competencies of the employees in public libraries. Based on findings, it is highly emphasized
that in the future, training organizers should give priority to those who never attend training for a
long time when assigning/ recommending staff.

Table 8. Frequency of attending trainings according to the designations
Duration

Librarian (%)

Library assistant and other
categories (%)

Monthly

0

1.0

3-4 times per year

25.6

12.5

Once a year

69.8

57.6

Never attended for last 2 years

4.7

29.0

Total

100

100.0

Conclusions
The study revealed the Librarians profile in the Eastern Province public libraries. The Eastern
Province public libraries had librarians mostly in their 40s and 50s with G.C.E advanced level
educational qualifications and professional qualifications in Library and Information Sciences
and relatively more than 16 years of experience. The study revealed the Library Assistant
including other staff categories profile in the Eastern Province public libraries. Females at their
16

early 35s, having G.C.E advanced level qualifications and not having professional qualifications
or having certificate level proficiency in Library and Information Sciences and relatively 6-10
years of experience .
As a whole, Librarians lack positive communication skills and the use of Information
Technology. Similarly, Library Assistants including other staff category lacked skills on positive
communication, knowledge of library collection, bringing new ideas and use of IT. The highest
percentage of Librarians preferred to have training on Library Automation. In contrast, the
majority of the Library Assistants preferred to have training in basic computer skills. It was
noted that majority of respondents usually attends trainings once a year, while considerable
percentage of the staff had never attended training for the last two years.

Recommendations
Based on findings of the demographic profiles, it is recommended that the database of the
personnel working in public libraries should be established and maintain properly for easy
reference and updates.
According to findings, it was come to know that there are number of Librarian vacancies needs
to be filled in the future. Therefore, it is recommended that the authorities should take immediate
actions to fill the available cadres with qualified persons to enhance the community services.
Furthermore, concerning the gender balances, there is a huge difference between females and
males. In order to have a good gender balance, priority can be given to male candidates while
filling the remaining cadres. Also, the degree holders can be considered to be selected as
Librarians for public libraries and they must obtain required qualification (Library and
Information Sciences Level I, II or III) within a specified period. It will strengthen the public
library system because present findings revealed that there was a significant relationship between
educational and professional qualification and skill levels. Since the public librarians are the
focal point of the development of public information literacy, they should have more potential
and skilled personnel as skilled employees would provide intended services to public.
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Based on the findings of determining skills and training needs, it could be recommended that the
development of blended training sessions would be the better option to aid frequent training and
development of competencies of the employees in public libraries.

References
Ajidahun, C.O. (2007). The training, development and education of library manpower in
information technology in university libraries in Nigeria. World Libraries, 17 (1).
www.worlib.org/vol17no1/ajidahunprint-v17n1shtml
Chan, D. C. (2006). Core competencies and performance management in Canadian public
libraries. Library Management, 27(3), 144–153.
https://doi.org/10.1108/01435120610652897
Gamage, R., Kumara, B., Samaradiwakara, G. D. M. ., Ananda Tissa, R. ., Sunil, W., &
Rathnayake, S. (2019). A demographic profile of public libraryleaders in Sri Lanka. ICLIM
2019.
Gardner, R. C., Masgoret, A. M., Tennant, J., & Mihic, L. (2004). Integrative Motivation :
Changes during a year-long intermediate-level language course. Language Learning, 54(1),
1–34.
Gill, P. (2001). The public library service IFLA/UNESCO guidelines for development. In C.
Henry (Ed.), IIFLA/UNESCO. München : K.G. Saur.
IFLA/UNESCO Public Library Manefesto. (1994). IFLA/UNESCO Public Library Manifesto.
Kolle, S. R., & Parameshwar, S. (2014). Competencies and soft skills for library professionals in
information era. International Journal of Library and Information Studies, 4(4).
Mazumdar, N. R. (2007). Skills for library and information professionals working in borderless
library. Planner, 421–429.
Mbofung, U. I. (2015). Sustaining library staff of the future: Emerging requirements. Library
Staffing for the Future, 34, 277–312. https://doi.org/10.1108/s0732-067120150000034022
18

Olaniyan, D. A., & Ojo, L. B. (2008). Staff training and development: A vital tool for
organisational effectiveness. European Journal of Scientific Research, 24(3), 326–331.
Pacheco, F. H., & Escamilla, D. Q. (2015). Human resources in Mexican public libraries : An
exploratory inquiry. Investigación Bibliotecológica: Archivonomía, Bibliotecológica e
Información, 30(68), 17–50. https://doi.org/10.1016/j.ibbai.2016.06.002
Ramadevi, V. (2017). An assessment of human resource management in the academic libraries The case of Amhara Region ,Ethiopia. International Journal of Scientific and Research
Publications, 7(4), 32–36.
Ravikumar, M. N. (2019). Public libraries in Batticaloa district and their role in the society : A
Study. Sri Lanka Library Review, 33.
Saunders, M., Lewis, P., & Thornhill, A. (2019). Understanding research philosophy and
approaches to theory development. In Research Methods for Business Students (8th Eds, pp.
128–170). Pearson.
Shanmugathasan, S., & Ramanan, T. (2015). Training programmes and achievement of
organizational objectives of public libraries in the Northern province of Sri Lanka. 5th
International Symposium 2015 – IntSym 2015, SEUSL, 102–105.
Singh, J., & Wijetunge, P. (2006). Library and information science education in South Asia:
Challenges and opportunities. Asia-Pacific Conference on Library & Information Education
& Practice (A-LIEP 2006).
http://arizona.openrepository.com/arizona/handle/10150/106432%5Cnhttp://arizona.openre
pository.com/arizona/bitstream/10150/106432/1/jagtar.A-LIEP2006.pdf
Wanasinghe, W. M. P. G. K. . (2018). Public libraries in today: A case study in Anuradhapura
district public libraries in Sri Lanka. International Symposium on Emerging Trends in
Education and Library & Information Science - LibSym 2018.
Wijetunge, P. (2000).The role of public libraries in the expansion of literacy and lifelong
learning in Sri Lanka. New Library World, 101 (3), 104-111,
https://doi.org/10.1108/03074800010324558
19

20

